4 has compared the Heidelberg Institute's data of how conflicts are resolved with an index prepared by Transparency International. Transparency International ranks countries throughout the world based on the perception of corruption in business. 16 This research showed a direct correlation between corruption and violence. That is, countries that were reported by the Heidelberg Institute to have addressed conflict in peaceful, or mostly nonviolent means were the same countries that were perceived as least corrupt according to the index prepared by Transparency International. 17 Conversely, those countries that the Heidelberg Institute reported as mostly violent in their conflict resolution were also found by Transparency International to be perceived as the most corrupt.
18
This manuscript seeks to address some of these issues of violence by considering issues of gender. We pose the question whether there may be some correlation between violence and the lack meaningful involvement of women in the economy. If the countries that appear more violent are also countries where women are systematically excluded from business opportunities, perhaps one way to curb some of the societal violence would be to improve the opportunities for women in the economy.
To address this question, this paper is organized as follows. Part I examines data compiled by The United Nations and the Heidelberg Institute, and finds that many violent nations do not rate positively on gender-related indices. Conversely, the more peaceful nations tend to have more positive gender-related scores. Pushing the results in Part I a step further, Part II considers how some of these gender imbalances might be corrected.
Here we note that laws are only partially successful and suggest that business might play 16 Information on Transparency International can be obtained at http://www.transparency.de. See also Fort &. Schipani, supra note 3, at 394-399. 17 Fort & Schipani, supra note 3, at 398. 18 Id.
a role by granting social rights and by adopting policies on nondiscrimination, providing mentoring and training programs, and implementing child care and other "family friendly" policies. Part III follows with our concluding remarks.
I. Data
As noted above, previous research has compared the Heidelberg Institute's work on conflicts throughout the world with Transparency International's data on the perception of corruption, finding an interesting correlation between violence and corruption. 19 We utilized the same data from the Heidelberg Institute and compared it to the Gender Development Index published by the United Nations. 20 Here, we too found significant correlations between countries that resolve disputes by peaceful, or mostly nonviolent means, and more positive rankings on the Gender Development Index.
Similarly, countries that ranked in the violent or mostly violent tiers of the Heidelberg Index, had poorer rankings in gender development.
In undertaking this analysis, we ranked 144 countries, for which data was available on gender development from The United Nations. Each year, The United Nations publishes a human development index ("HDI") as a composite measure of human development. 21 The HDI measures the achievements in a country in three basic dimensions of human development: longevity, knowledge and a decent standard of living. 22 These categories are measured using life expectancy, adult literacy and 19 Fort & Schipani, supra note 16, at 398. 20 Id. 21 See UNITED NATIONS DEVELOPMENT PROGRAMME, HUMAN DEVELOPMENT REPORT 14 (2001) [hereinafter HUMAN DEVELOPMENT REPORT] . 22 Id.
6 combined primary, secondary and tertiary enrollment, and adjusted income per capita in purchasing power parity in US dollars. 23 Because the HDI assesses only average achievements, it disguises gender differences in human development. To reveal these differences, The United Nations extrapolates data from the HDI to compile the genderrelated development index ("GDI"). 24 We use the latter measure, the GDI, in our statistical comparison. The GDI uses the same components as the HDI, but "captures inequalities in achievement between women and men." 25 If a state had achieved gender equality in human development, its GDI and HDI would be the same. 26 However, The
United Nations study indicated that for all countries studied, the GDI was lower than the HDI, indicating the presence of gender inequality everywhere. 27 Therefore, as the report describes, the GDI is "simply the HDI adjusted downward for gender inequality." 28 We began our analysis with each country's gender development index (GDI)
ranking. For the 2001 study, the GDI was estimated for 144 countries, measuring: (1) the female and male life expectancy at birth; (2) the female and male adult literacy rates and the female and male combined primary, secondary and tertiary enrollment rates; and (3) the estimated female and male earned income. The last category reflects women's and men's command over resources. 29 Australia, Norway, Belgium, and Canada ranked at the top of the United Nations GDI index, indicating the lowest levels of gender 23 Id. 24 Id. 25 Id. 26 Id. at 15. 27 Id. 28 Id. at 14. In relation to the World Development Report, the greater the disparity in basic human development, the lower is a country's GDI compared with its HDI. Id. 29 Id. at 14. 7 inequality. 30 At the other end of the spectrum, Burkina Faso, Burundi, and Niger ranked the lowest, indicating the highest levels of gender inequality. 31 We then compared each country's GDI ranking to its ranking on the Heidelberg
Institute's violence index, to the extent data was available. 32 The data used are detailed in Table 1 below. The Heidelberg Institute's violence index, commonly known as the "Kosimo database" uses a variety of sources and twenty-eight variables 33 to define the types of conflict involved and the methods used by parties to those conflicts to resolve them. 34 The index defines "Conflict" as:
[t]he clashing of overlapping interests (political differences) around national values and issues (independence, self-determination, borders and territory, access to or distribution of domestic or international power); the conflict has to be of some duration and magnitude of at least two parties (states, groups of states, organizations or organized groups) that are determined to pursue their interests and win their case. At least one party is the organized state. in the first group of twenty-five countries, to 71% in the last group. These results are reported in Table 2 .
In the first group, the only countries that report violent conflicts are the USA, UK, Ireland and Israel. Israel is the anomaly in the group with three violent conflicts of five total conflicts while the other three countries report only one violent conflict each. The total percentage of violent resolution of in this group was is 10.7%.
When we consider the second group, we find that the percentage of conflicts being resolved violently increases to 35.4%. Eleven of the seventeen violent conflicts in this group involve Latin American countries. Middle Eastern countries accounted for the remaining six conflicts.
In our third group, violent resolution of conflict goes up to 38%; increasing to 58% in the fourth group, remaining at 58% in the fifth group and increasing again to 71% in our final and sixth group.
In addition to grouping the data according to GDI rankings, we computed correlation statistics between a country's ranking on the GDI and its Kosimo ranking. Japan  11  23  0  1  France  12  21  0  9  Denmark  13  2  0  3  Switzerland  14  11  --Austria  15  15  --Germany  16  17  0  3  Ireland  17  19  1  1  New Zealand  18  3  0  1  Luxembourg  19  11  --Italy  20  39  0  1  Spain  21  20  0  1  Israel  22  22  3  5  Hong Kong  23  15  --Singapore  24  6  0  0  Greece  25  35  0  3  Cyprus  26  -0  1  Slovenia  27  28  --Portugal  28  23  0  1  South Korea  29  48  0  1  Malta  30  -0  1  Brunei  Darussalam   31  ---Czech  Republic   32  42  0  1   Argentina  33  52  2  6  Slovakia  34  52  0  0 Hungary  35  32  0  2  Poland  36  43  0  2  Uruguay  37  -3  6   Bahamas  38  -Chile  39  18  0  3  Bahrain  40  -1  3  Costa Rica  41  30  3  4  Lithuania  42  43  0  1  Croatia  43  51  2 Belarus  50  43  0  1  Panama  51  -1  2  Russian  Federation   52  82  2  9   Bulgaria  53  52  --Malaysia  54  36  0  2  Romania  55  68  --Colombia  56  60  --Venezuela  57  71  0  2  Belize  58  -1  3  Mauritius  59  37  0  2  Thailand  60  60  0  2  Libya  61  -0  1  Armenia  62  76  1  2  Philippines  63  69  2  2  Brazil  64  49  0  2  Fiji  65  ---Ukraine  66  87  0  2  Jamaica  67  ---Maldives  68  ---Lebanon  69  -9  10  Sri Lanka  70  -3  3  Turkey  71  50  1  6  Saudi Arabia  72  -1  3  Peru  73  -5  11  Albania  74  -0  2  Paraguay  75  -0  1  Uzbekistan  76  79  2  2 China  77  63  5  6  Oman  78  -0  2  Dominican  Republic   79  ---Ecuador  80  74  3  5  Tunisia  81  32  2  3  Cape Verde  82  ---Iran  83  -7  18  Jordan  84  39  0  1  Guyana  85  -0  1  Moldova  86  74  --El Salvador  87  43  1  2  South Africa  88  34  2  4  Vietnam  89  76  1  4  Algeria  90  -3  3  Indonesia  91  85  4  5  Syria  92  ---Equatorial  New Guinea   93  ---Tajikistan  94  -3  3  Mongolia  95  -Bolivia  96  71  0  1  Nicaragua  97  -3  4  Honduras  98  -3  3  Egypt  99  63  3  3  Guatemala  100  -2  4  Namibia  101  -0  1  Morocco  102  37  2  4  Swaziland  103  ---Botswana  104  26  0  1  India  105  69  5  7  Myanmar  106  -1  2  Zimbabwe  107  65  1  2  Ghana  108  52  1  2  Cambodia  109  -1  2  Papua New  Guinea   110  -1  3   Lesotho  111  -1  2  Kenya  112  82  2  4  Congo  113  -3  3  Comoros  114  -1  2  Cameroon  115  84  --Sudan  116  -6  7  Togo  117  -2  2  Laos  118  -0  2 Nepal  119  -0  1  Pakistan  120  -5  6  Bangladesh  121  -1  3  Haiti  122  -1  1  Madagascar  123  ---Nigeria  124  90  1  4  Uganda  125  80  4  6  Tanzania  126  76  1  1  Mauritania  127  -1  1  Yemen  128  -5  9  Zambia  129  57  1  3  Senegal  130  52  2 Additionally, it affects the kind of education a family is willing to provide a girl.
Legislation, however, is only a beginning on the long road toward a solution.
Several studies by social scientists in developing countries indicate that legislation mandating equality is not sufficient, at least in the short term, to change social norms.
43
For example, a study done in Indonesia after a "Western" legal system was implemented showed that the system operated at the formal, state level in "a thin layer at the top," but that the traditional processes operated below that. This latter layer represents most of the issues faced on a daily basis. 44 Imposing rights was considered "impolite" because it went against harmonious communal life by putting the individual before the community. 45 One of the results was that Toba Batak married women did not assert their 42 While it is permissible to discriminate against married women in hiring in Korea, it is now illegal to discriminate them in promotions and dismissal. An example of legislation that is counterproductive in terms of women's employment is protective legislation. China's labor legislation is illustrative. It emphasizes the biological differences between men and women, and protects women on the basis of some of those differences such as menstrual cycle, pregnancy, and nursing.
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The result of such protective legislation reinforces traditional stereotypes, puts the burden of child rearing entirely on women, and leads to a preference for male workers. 66 It also hinders women's movement into nontraditional work roles.
67

B. Other Influences
Influences other than the law such as non-governmental organizations (NGOs), 71 The media has been important as a change agent in Southeast Asia. "Governments fear and respect the media and are sometimes inclined to capitulate rather than risk adverse publicity. The media are thus able to empower those groups within states whose causes they choose to report. . . .Indirectly, the media also play a significant role in disseminating ideas about law and politics across state boundaries. 
Non-Discrimination
Probably the most essential thing a company must have in order to successfully integrate women into the workforce is a nondiscrimination policy. As mentioned above, there are a large number of international treaties and compacts that call for such policies. 77 Additionally, MNCs operating in the United States will have a nondiscrimination policy. While this policy will comport with the U.S. federal 73 Handler, supra note 64, at 505 (citing Myrna Feliciano speaking of the Philippines' experience); Baird, supra note 8, at 147 (citing a study showing a lack of knowledge of the areas of law most significantly affected by a uniform civil code in India 80 and thus may be broader than the international mandates, they would largely be consistent in regard to the treatment of women. Clearly, in order for women to be hired in nontraditional workplaces, employers must begin with equal opportunity.
In many instances, as a practical matter, a nondiscrimination policy will not be enough. The organization will have to put incentives and oversight into effect to make sure the policy is implemented effectively. One important way to encourage compliance is to have the evaluations of those hiring and supervising be in part based on whether qualified women are brought into the workplace at appropriate levels and whether they receive appropriate training and promotion opportunities. 81 The evaluations should also be tied into pay raises. In economies where women are largely untrained to enter the workforce, the employer may need to make sure its training and educational efforts outside the workplace are nondiscriminatory for girls and women, as discussed below. send this message and to protect "their" territory. 83 For example, when women entered nontraditional jobs after passage of VII, harassment commonly followed. In the United
States, harassment today is seen to be more about power than about sex. 84 In harassment law, it is an abuse of economic power to force demeaning and unwelcome behavior on women. 85 Besides reducing workers to sex objects, harassment reinforces sexual stereotypes, assaults individual dignity, and fosters a sense of degradation that can result in a loss of productivity, and physical and emotional problems. 86 It can also involve violence.
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In developing countries such as China, where women are going from a rural area to a growing commercial area to get jobs, women must often be willing to sleep with the person doing the hiring and/or the supervisor to get or keep a job. 88 This is seen by many as the dues one must pay to earn a living. In practice, the doctrine of comparable worth requires employers to pay workers in jobs traditionally held by women according to their worth to the employer. 129 Since "male" and "female" jobs are traditionally compared in terms of the skill, effort, responsibility and working conditions of the job, 130 under the doctrine and after a comparative evaluation of the jobs, employers are required to make equity adjustments if they find that jobs in which women predominate are valued by the employer, but are not paid according to this value. 131 The idea of comparable worth focuses on the requirement that men and women within the same organization be paid the same salary for work that is judged to be of equal value.
132
Opponents of the comparable worth theory argue that "salaries are determined in large part by an assessment of the demand for, and the supply of the type of labor needed.
Relying on prevailing market rates, they contend, is a neutral, non-discriminatory wage mechanism based on supply and demand." 133 In comparison, the doctrine of comparable worth assumes that women will continue to work in female-dominated occupations, but 127 Id., art. Comparable worth has mainly been adopted through union efforts, and primarily in the public sector. The primary argument against its adoption is that it does not let the marketplace determine wages. 136 Id. at 236. When the E.C. was established, France insisted on the adoption of comparable worth because it had already implemented the concept, and it felt that it would be at a competitive disadvantage if all the countries didn't adopt it. 137 Id. at 238. 138 Id. 139 Id. 140 Tzannatos, supra note 1, at 555.
two-thirds of garment workers worldwide are female. 141 In some areas, women are the preferred workers because they are considered more submissive, they will work for lower wages, and are easier to fire. 142 Globalization increases the pressures on investmenthungry countries to "race to the bottom." 143 This type of exploitation must be avoided if women are to become meaningful members of the economy.
c. Pregnancy
Nondiscrimination on the basis of maternity and child care issues is another Protective legislation and rules in the United States were seen as barriers to equal treatment decades ago, and as such has generally been eliminated. 158 China is a signatory to the Convention for the Elimination of All Forms of Discrimination Against Women, and the protective legislation is arguably in violation of this.
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Protective legislation based on pregnancy is more common, as is maternity leave.
Over 120 countries have laws providing for paid maternity leave. 160 This does not solve the problem (and indeed may contribute to) 161 the discrimination against women "due to their reproductive roles" 162 because it is more expensive to hire women.
d. Childcare
One of the hardest cultural norms to change is the idea that it is women who should bear the responsibility for children. Employee-sponsored childcare is a practice that enables employees to better integrate their work and personal lives. Research has shown that the difficulty of juggling work and personal lives can result in stress and fatigue, complaints about work demands, and more critically, the loss of valued employees or the sudden change in the performance of people who otherwise had great potential. 166 By providing childcare, companies make "an explicit link between people's personal needs and business goals." 167 As a result, companies both benefit the employees, and increase productivity and effectiveness in the business. Childcare "contributes to employees being at work and working productively."
168
According to FWI's 1998 Business Work-Life Study, few companies have actually evaluated return on investment for work-life programs, including child care assistance. However, the study does note a "perceived return on investment." 169 Twothirds of employers reported that the benefits of childcare programs exceeded the costs or that the programs were cost-neutral.
Another study found that "when considering a job change, 93 percent of parents say work-site childcare is an important factor. In addition, 26 percent of management- 169 Combining Human Resource professionals' personal views with reported findings from evaluations, the study derives the perceived return on investment. "Among companies offering any child care benefit, 24 percent perceive negative returns on their investments, seven to eight percentage points higher than the percentages reported for flexible work arrangements and family leave policies. Another 40 percent perceive child care assistance programs to be cost-neutral and 36 percent think the benefits of these programs outweigh their costs." Id.
level employees say they have turned down or failed to pursue a job opportunity because they valued their existing work-site childcare." 170 According to the charity Women Returners' Network, affordable childcare is still the biggest problem for women going back to work.
171
Other studies have considered the cost of not providing childcare and found that employee absenteeism, due to childcare breakdowns, are estimated to cost U.S.
businesses three billion dollars annually. 172 These breakdowns occur when parents are forced to rely on informal arrangements. "Forty percent of employees report missing one to five days of work annually due to child care breakdowns." 173 This study concluded that better childcare, backed up in law, could save business up to 30% of the absenteeism and tardiness costs. 174 For example, one law firm reportedly spent $170,000 in one year to provide back-up childcare in emergencies, while realizing approximately $800,000 additional revenues from increased billable hours that the backup childcare provided. The Philippines, in attempts to promote equality for women, implemented sensitivity training programs for males and females. The latter was thought necessary because women "tend to denigrate their own sex when it comes to making decisions."
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Among the Toba Batak people, many families no longer think that investing in a girl's training or education is a waste because they can depend more on their daughters than their sons to be successful when they attend an institute of higher learning.
189
Employers have an incentive to train women workers. Training makes them "persistent" workers as opposed to casual or secondary workers, which increases the stability of the workforce. 190 An area where there may be less gender bias in terms of jobs is in computer work. Training women to be "tech-savvy" not only gives employers a larger core of workers, it also means that women have portable skills and better chances of advancement and rehiring in times of economic downturns. 205 and it helps to alter stereotypical perceptions. 206 However, in order for mentoring to be successful in an environment in which there has been discrimination, studies indicate that the mentor needs to be someone who has traditionally been seen as powerful within the organization. 207 In most developing societies, this will be a male, and often a male from a connected family, 208 or an older male. 209 Studies done in the U.S. suggest that male mentors can better confer organizational legitimacy because they are seen as having more power. 210 This includes both formal power, and informal power. Informal power gives holders better access to information and the social networks of organizations. 211 However, psychosocial mentoring may be better provided by someone who more closely matches the mentee. 212 Having a successful woman mentor a junior woman may give the mentee a model to emulate 213 and enable her to see that success is possible and how to achieve it.
Additionally, peer mentoring may be successful if "pioneers" who have successfully worked in the organization for a while mentor newer female employees. This implies that there is not one model that will succeed in all settings, and that multiple mentoring relationships or programs may need to be established by a company.
214
Some scholars have suggested that in collectivist societies, the mentoring relationship would likely be more focused on socializing mentees to the norms of the organization whereas in societies that have greater tolerance for individual differences, Network (WIFN). PWN focuses on the professional development of women through 217 Dworkin, supra note 90, at 474. One U.S. study indicates that the most crucial cue that women relied on regarding whether to push a gender-related issue within their organization was the openness of male managers to the raising of issues. This was more important than the number of women in management positions and changes in demographic composition. Dutton, supra note199, at 366-68. 218 Id. 219 In the U.S., this is usually due to the perception of a romantic relationship. J.G. promoting an environment that attracts, develops, retains and advances talented women.
An important part of this is mentoring programs. WIFN works to support diversity, among other goals. Another winner is Xerox do Brasil. In the U.S., Xerox USA has a reputation as a good place for women to work, and it has a variety of programs to foster this atmosphere, including mentoring programs. 221 In the U.S operation, 21% of the people at the vice-president level and above are women.
222
There is virtually no information on cross-cultural mentoring. Thus, it is unclear whether mentors from the United States who are sent overseas to work would be successful in mentoring women in that milieu. Some emerging work suggests that the relationship is especially susceptible to "conflicts in cultural values, work values, and gender expectations." 223 It would seem that the individual would be less successful at psychosocial mentoring and mentoring to the norms of the (local) organization.
However, if that person is seen as having power within the organization, she or he is more likely to be successful in terms of women advancing within the organization.
III. Conclusion
Jeffrey Garten, 224 Additionally, the heads of some MNCs have put forth the idea of an affirmative civic duty, the "duty to be doing good as opposed to avoiding doing bad." 225 Implementing these goals in conjunction with policies designed to better integrate women into the workforce as wage earners can have many positive effects.
These include the ability to attract top people, 226 output gains and a reduction in poverty, and social stability.
Companies can most consistently, on a daily basis, often more than law, help effect change and bring women into the economy as wage earners. Being a wage-earner leads to real power within the family. According to the World Report on Violence and Health, women becoming educated and economically empowered decreases the likelihood of violence within the family. 227 This power can also "expand out" 228 and create conditions that socialize and empower women outside of the workplace and "give them tools to interact more successfully in their society." 229 As indicated at the beginning of the paper, there seems to be a correlation between involving women in the workforce, and peace. The benefits to women, the employer, society and global stability call for companies to implement inclusion policies.
